The article aims to find a link between employee training and satisfaction with educational activities and marketing efforts of the organization. 
Introduction
As recent development shows, the success of an organization depends chiefly on the quality of human resources. Today, more than ever, educated employees are one of the key competitive advantages. It is the HR strategy and budget policy of a company that determines conditions for employee training. "In management studies, the assessment of human capital management and its development is considered a "paradigm shift" from the traditional concept of understanding employees as a cost item, towards the understanding of employees as assets requiring investment, which leads to an increase in their value." (Hvizdová, 2011) .
The aim of the organization's training policy and educational programs is to ensure a qualified, trained and competent staff, whose presence is necessary in order for the organization to meet its current and future needs. It is assumed that employees will be willing and ready to learn, as well as able to take responsibility for their personal development. (Armstrong, 2007 , p. 461) Job satisfaction surveys are often used as a criterion for the evaluation of corporate human resources policy and, hence, there is said to be a direct link between the level of satisfaction and employee care. To be more precise, the higher the job satisfaction is, the better the employees perceive the employer's care to be.
Employee satisfaction
A sustainable business success requires not only qualified and skilled employees, but also employee satisfaction, as recent studies emphasize. Employee satisfaction rate is a key factor not only for a high quality job performance, but also for overall working comfort. Since work is an inherent part of peoples' lives, it is indispensable for every employee to feel satisfied at work.
Job satisfaction is defined as a positive attitude of an employee towards his or her work and the conditions in which it is performed. In this article, we view job satisfaction in the light of a definition established by Daft (2014) . According to Daft, job satisfaction equals the level of contentment a person feels towards his or her job. This very feeling is essentially based on an individual's subjective perception of satisfaction. Kociánová (2010, p. 35) states that job satisfaction is "an individual reaction to the subjectively perceived and experienced contexts of the job and the workplace; it is a result of an evaluation of the working conditions and circumstances; it is influenced by personality characteristics and individual preferences, and, last but not least, has a material impact on how work attitudes are shaped. " Hence, the form and degree of employee satisfaction varies over time.
"The concept of job satisfaction is usually understood and viewed from several perspectives. One of them highlights the substantial role of employee care provided by the company (working hours, work schedule, work safety, employee benefits). Job satisfaction is also strongly informed by the satisfaction brought about by task fulfilment itself, when the work becomes a source of self-realization. However, there is also a kind of satisfaction that gives the employee a feeling of false contentment with the achieved status quo and does not encourage him or her towards additional activity. While the former types of satisfaction are likely to become a driving force in the improvement of work results, the latter type of satisfaction may easily become a hindrance to further progress in any activity" (Olexová, Bosáková, 2006) Hence, employee satisfaction depends on a number of factors and their mutual interaction. Matzler and Renzl (2006) note that employee satisfaction can be regarded as one of the most important driving forces of quality, customer satisfaction and productivity. Their definition brings us to think about internal marketing. As defined by Kotler and Armstrong (2011) , internal marketing focuses on employee motivation and its supporting factors, such as teamwork, and eventually leads to the satisfaction of end customers. As a result, it is of paramount importance that the company hires the right people, since internal marketing is deeply intertwined with the external marketing, which informs the market of customers. The basic chain links of internal marketing are interconnected, meaning that the concept of internal customer concerns everyone within the organization and the employees are related to each other as customers. Internal marketing means that companies are oriented towards their customers and are motivated to provide them with a better service resulting in their satisfaction.
For the purposes of our paper, we made employee satisfaction our starting point, as it is directly connected to employee care provided by the company. After wages, employee care is the second criterion that people tend to use when comparing their company with another. As long as employees are satisfied with their working conditions (such as the possibility of career progress, the possibility of flexible work performance, financial evaluation, work team, the manager's personality, the style of leadership, professional growth and more), they are highly motivated, their work performance grows and the company prospers. It is not just the ideal theory but also the theory of sustainability for long term competitiveness on the market. Some sectors of the economy are existentially dependent on satisfied and highly motivated work force.
Career progress and staff development are two of several motivational factors which are related to the nature and content of work. They contribute to overall employee satisfaction and motivate employees towards performance. The possibility of career development and further training are particularly important especially for the highly qualified employees and managers. It is the support in process management and the investment in education and training that enables employees to see the long-term interest of the company. Thus, employees are more motivated and, by fulfilling their professional objectives, they also contribute to the achievement of the company's objectives.
Employee Training
In labour law terminology, the terms "deepening of qualification" and "increasing of qualification" are used in the context of employee training and they differ in content. "Deepening of qualification" is therefore a systematic training of employees with an aim to maintain, improve and update knowledge and skills once acquired and necessary in order to perform a specific job, while the employee's degree of qualification remains unchanged. In contrast to the deepening of qualification, which is regarded as a part of the work performance and represents company-wide training, "increasing of qualification" presents an obstacle in the employee's work performance, the level of education increases. The employer creates relevant conditions for employee training within the framework of corporate social policy. The nature of the training process, its level and its intensity can vary depending on the specific needs of the company. The development quality of the training program, the choice of place of training and the selection of an appropriate educational method for achieving the efficiency of the training process all play an important role in the process itself. The selection of an appropriate method of training is a key when it comes to the success of the training. We can conclude that a combination of various teaching methods is what brings about better results.
"If an employer provides opportunities for training, it communicates to the employees that their organization appreciates them, sees their potential, and much more. On the other hand, the employer is always glad to see that the employee wants to keep learning and to educate and develop himself or herself. The employee hereby signals the employer that he or she considers the work important and has interest in reaching his or her full potential at work. Any extra knowledge gained by the employee will move him or her forward and could be crucial for further career development or the very direction of his or her career." (Treľová, 2016 , p. 364) "Employee education, its planning and its evaluation are a few of the key elements in organization development. However, the real effect is brought about by targeted training, which builds on the employees' work profiles along with the objectives of the organization and its management." (Birknerová, 2014) When it comes to the management of human resources, it is important to set specific objectives for employee training with regard for the future direction of the company.
Employee training as an employee benefit
Employee benefits are a form of additional rewarding. In order to motivate employees, it is necessary to provide them with employee benefits reflective of their needs and wishes. Employee benefits are traditionally not tied to the performance of the employee; the company grants them to employees simply for the sake of their status, or alternatively, they take into account the employees' status in the company, the length of their service or their achievements. The purpose is to increase the motivation for higher work performance and work satisfaction. The benefits can include corporate hospitality, health care, insurance and reinsurance, additional vacation, rewards for a certain number of years in the company, retirement rewards, cultural and sports events, recreation, allowance for transportation to work and so on. To ensure the required effectiveness of these benefits, it is recommended to use a system of flexible employee benefits (the socalled cafeteria system), which allows employees to choose a combination of benefits that best suit their individual needs.
Employee training is the most often provided benefit in Slovakia, as based on a research conducted by Merces.sk between 2007 and 2008 on a sample of 135 000 (profesia.sk, 2008). The research shows that in Slovakia, this benefit is used by three times more employees than in Hungary. Compared to Slovaks and Czechs, only a half of the employees in Hungary can make use of employee training. The survey also points out that as the demand for employee qualification grows, so does the proportion of respondents with the benefit of employee training, taking into account that this benefit is most often provided to the age group between 25 and 44 years of age. The results of the Merces.sk survey pointed out that the higher the education the employee has, the more non-financial benefits can be obtained alongside the job itself. Nearly 40% of respondents with second level of university education have access to employee training, while this benefit is only granted to 15% of respondents with basic education. As a result, more than a third of all employees with university education are provided further training by their employer. The benefit of employee training is provided mostly in the private sector with foreign participation, while in the state and the public sector, employee training ranks second among the benefits.
Another notable issue concerns the amount of employees continuing in vocational training after they are employed. Our survey showed that 42.7% of employees of all surveyed organizations are granted the opportunity of further vocational training. If it is an organization of 10-49 employees, 28.1% of the employees receive further vocational training. If it is an organization of 50-249 employees, the percentage climbs up to 42.8%, and if it is an organization of more than 250 employees, the percentage of employees who receive further vocational training spikes up to 51.5%. Further vocational training is most often provided to current employees (62% of organizations) and in case of an internal reorganization aimed at improving the use of existing skills and abilities (57%). Moreover, 53% of organizations stated recruitment of new employees with appropriate qualifications, while only 32% state recruitment combined with specific vocational training. This means that companies count on the fact that either they will take a new employee with an adequate level of competence, or they will train an already established employee. They are least likely to train a completely new employee. (Hrabinská, 2015 ; profesia.sk, 2008)
Methodology of research
Our analysis of the data collected in the primary research was based on the theoretical background as well as the results of the research conducted on a sample of 135 000 interviewees by Merces.sk in 2007-2008. The primary research was based on the responses of 166 respondents, all of which were part-time students of business at the time. Just as expected, the majority of them had already possessed work experience and were simultaneously working and partaking in their studies. In order to collect data, we conducted interviews and created a questionnaire containing 22 partially open-ended questions. The collected data was statistically analysed and we used the software Stratgraphics to calculate the chi-square results. We chose the chi-square test as the statistical method, as it allowed us to test 7 factors -the classification characteristics of our respondents alongside 4 selected barriers of education. The exact p-Value is compared to the critical value of 5% and then the null hypothesis on independence can be rejected or not rejected.
Findings
This article is based on the premise that employee satisfaction in an organization is a key aspect in a highly competitive environment. Satisfaction with training activities contributes to the vitality of the relationship between a client and an employee. We also tested the null hypothesis by testing the relationship between barriers in training involvement of employees and their socio-economic characteristics such as gender, age, educational level, sector of economy, length of current employment, and income satisfaction. All the findings are presented in Tab. 1. We can conclude that the null hypothesis at the level of confidence alpha 0,05 and the null hypothesis on independence can be rejected. All the socioeconomic characteristics of respondents are independent to the four tested types of barriers of education: lack of time, non-systematic training, fear of failure and insensitive approach of a supervisor. The only relevant dependence is apparent between the fear of failure and its close relation to income. The p-value of 0,0053 is below the critical limit, thus confirming this theory. In a more detailed analysis we can identify that especially low income employees reported a certain kind of fear of failure. With higher income the fear fades away. The results can be seen in Fig. 1 . In the next step we discovered the frequency of the agreement to remain in the case of the deepening or increasing of qualification. The results are obvious: only 7 out of 159 respondents concluded the contract in the case of a deepening of qualification. In two cases, a dwelling time was established, namely 5 and 3 years. Moreover, only 3 out of 163 respondents partaking in increasing of qualification concluded the contract, but only 2 of them promised to stay, one for 5 years and another for 1 year. This approach of employers could lead to greater fluctuation of skilled labour force, which will be not sustainable for a longer period of time. 
Conclusions
The overall satisfaction of an individual is a sum of several partial satisfactions, including labour satisfaction. Knowing the factors which influence employee satisfaction and motivation allows us to create an appropriate motivational program. It can affect the behaviour of an individual or a working group towards the development and efficient use of employee potential and towards responsible and high quality work with regard to the employees' personal objectives, while it can also affect interests of the whole company. This can be sustainably ensured through employee training oriented on internal marketing. It means that satisfied employees can be independent when taking proactive actions to ensure customer satisfaction of the organization.
In this context, findings by Dobre (2013, p. 53) , who compared employee motivation and organizational performance, sound equally interesting. He stated that motivated and qualified workforce is essential for any company that wants to increase productivity and customer satisfaction. In this context, motivation means the willingness of an individual to make efforts and take actions towards organizational goals. The manager' goal is to find a means to create and sustain employee motivation. On one hand, managers should focus on reducing job dissatisfaction (working conditions, salary, supervision, relationship with colleagues), while on the other hand they should make use of motivational factors, such as achievement, recognition, responsibility and the work itself. Hlásna, Horváth & Köksal (2013) stated that education can influence the quality of life. UNUM, an American company providing financial protection, discovered in their own research that out of the employees who rated their training benefits as fair/poor, only 27% rated their employer as an excellent/very good place to work (unum.com, 2012). However, out of those who rated their training benefits as excellent/very good, up to 82% rated their employer as an excellent/very good place to work. According to Veselý, Karovič & Karovič (2016, pp. 280-284), the effects of training are visible at the state level too and it is described as a crucial element for the implementation of e-government.
As the statistical analysis shows, fear of failure is the only statistically significant barrier positively related to the low income groups of employees. Employers should understand this as a lack of self-confidence among their employees, which can be caused by various factors. The employer should address these reasons in this segment type. It should be noted that prove of independence of other kind of barriers to learning towards the respondents characteristics does not mean, they do not exist. Removing the barriers to training will allow both the employer and the employee to make a more effective use of training programs. The more necessary it is to prepare education programs while looking to the results of employee contracting in both cases: deepening and updating of education. To be aware of the legal background of rights and obligations persons involved in education program, it is not least important the economic statement too. The costs spent on education should be calculated for the purpose of return. Follow-up efficiency should be obvious. But as presented, only 7 or 3 out of the respondents reported some form of agreement with their employer. Perhaps employers do not realize that the time spent on training instead of work performance is a vital part of other direct costs. Most likely, Slovak employers are not interested in contractual coverage and expect their employees to stay loyal. However, the question is: Is this model sustainable? Do they stay and work or follow it´s motivation? If we compare these results with the research conducted by Merces.sk, the most wide-spread benefit in Slovakia is employee training. The employers would have to be aware about it. Otherwise, we should perhaps consider the theory that training programmes provided for employees by Slovak organizations are not of a high quality or value.
As the results show, ongoing research will provide a more in-depth understanding of the effects of employee satisfaction on organizational training programs, which can lead the company towards higher performance and towards their employees becoming assets crucial for competitive prosperity.
